Employability emerged as a "new psychological contract" that may have beneficial effects on both individual and organisational outcomes. The study set out to investigate the relationship between perceived employability and employee well-being on the one hand and perceived employability and employees' intention to leave on the other. The role of the state of the psychological contract, in terms of retaining employable employees while improving their well-being, was also investigated. Cross-sectional data were obtained from employees representing various organisations (N = 246). Contrary to expectations, structural equation modelling (SEM) indicated no significant relationship between perceived employability and wellbeing. Perceived employability was a significant predictor of employees' intention to leave the organisation. Results also indicated that the state of the psychological contract does not moderate the relationship between perceived employability and employee well-being and their intention to leave, respectively. The study stresses the importance of fulfilling promises made to employees ensuring that promises are fair and continuing to fulfil promises. The importance of interventions on individual-level, to enhance well-being in the workplace, is also emphasised.
Introduction
Lately there has been renewed interest in employability research and appreciation of its importance for the well-being of the individual as well as the success of the organisation (Fugate, Kinicki & Ashforth, 2004; Van Dam, 2004; Wittekind, Raeder & Grote, 2010) . Employability is a concept that emerged in the 1990s in response to employees' perceptions that they cannot count on their employer to ensure job security (Baruch, 2001 ). Job security is being replaced with employability security, which means that employees derive security from being employable (Forrier & Sels, 2003a) . According to Elman and O'Rand (2002) and De Grip, Van Loo and Sanders (2004) , highly employable employees are likely to be top performers. This paradox raises the question of how organisations can reduce the likelihood of undesirable turnover whilst utilising employability to boost employee well-being and organisational performance (De Cuyper, Van der Heiden & De Witte, 2011) . The psychological contract may provide an answer to the above question. De Cuyper, argue that employability will relate to favourable individual and organisational outcomes, if employees perceive their psychological contracts to be fair. They base this assumption on the notion of "contract replicability". Ng and Feldman (2008) demonstrated that employees will remain with a particular organisation if they believe that the psychological contract will not be replicated in another organisation and those employees will simultaneously experience more job and life satisfaction.
Despite the increased interest in employability, there are currently still several gaps in research. Rothwell, Jewell and Hardie (2009) place the emphasis on what employability actually means to employees in the context of their experiences, their aspirations and their perceptions of their ability to compete in the Abstract external labour market. De Cuyper, Van der Heijden et al. (2011) and Nauta, Van Vianen, Van der Heijden, Van Dam and Willemsen (2009) are of the opinion that very few empirical studies have proved the relationship between employability and intention to leave. Berntson and Marklund (2007) also point out that little research has been carried out with a specific focus on the influence of employability on employee health and well-beingthis is confirmed by De Cuyper, BernhardOetell, Berntson, De Witte and Alarco (2008) as well as De Cuyper, Mauno, Kinnunen and Mäkikangas (2011) . This study also aims to extend previous research by De Cuyper, Van der Heijden et al. (2011) , in which only psychological contract entitlements (promises) were investigated, in other words psychological contract content, by focusing on the state of the psychological contract. Guest (1998) describes the state of the psychological contract as an important precursor of employee behaviour and attitudes, beyond the variance explained by the content of the psychological contract.
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Perceived employability, employee well-being and intention to leave
Employability is defined by Van der Heijde and Van der Heijden (2006:453) as "the continuous fulfilling, acquiring, or creating of work through the optimal use of one's competences". Perceived employability is defined as an employee's perception of the possibility of finding a new and similar job (Berntson, Sverke & Marklund, 2006; Berntson & Marklund, 2007) with the current employer or another organisation (De Cuyper, Van der Heijden et al., 2011) . This definition is consistent with more general definitions and it reflects a more subjective approach in that it focuses on the employee's perception (De Cuyper, Van der Heijden et al., 2011) . During periods of major organisational change, the employee's perception of employability matters more than the objective employability (Berntson et al., 2006) . Employability should lead to good health, if an employee perceives him-or herself as mobile within or outside the current organisation. It enables employees to move around in order to find a better work environment and, even if they do not change jobs, it gives them a sense of being able to cope with current circumstances; a privilege that low-employability employees may not have (Berntson & Marklund, 2007) . Employability is also indicative of the new psychological contract that exists between employees and employers (Hallier, 2009) . Highly employable employees feel that they are capable of dealing with current and future developments, including the changes in the psychological contract, and this is likely to enhance their well-being . Employee well-being refers to the physical, mental and emotional well-being of employees and assumes that a positive evaluation of one's work experience is conducive to one's well-being (Cartwright & Cooper, 2009; Currie, 2003) . Guest, Isaksson and De Witte (2010) used indicators of satisfaction at work and in life, mental health (irritation, anxiety and depression) and work-life balance to measure work-related well-being as an outcome variable in their psychological contract research. Although employability can be beneficial to the organisation, the positive relationship between employability and intention to leave remains a concern for the employer.
According to Larson and Fukami (1985) , perceived ease of movement is seen as a core predictor of actual turnover. and Fugate et al. (2004) confirm that perceived ease of movement-by implication perceived employability -motivate employees to explore alternative employment options, which is considered the first step towards forming an intention to leave. An employee's intention to leave the organisation is a strong predictor of actual turnover (Vandenberg & Nelson, 1999) . In a work environment characterised by feelings of insecurity, employees may feel that their employers cannot guarantee them on-going employment and they may consequently take charge of the situation by making themselves more employable. They therefore no longer feel any loyalty towards the organisation and would leave the organisation in pursuit of better opportunities, since they feel they cannot rely on the employer (Benson, 2006; . If employees believe they can leave the organisation without substantial losses they are more inclined to resign (De Cuyper, Mauno et al., 2011) . Researchers have found a positive relationship between perceived employability and intention to leave (Berntson, Näswall & Sverke, 2010; De Cuyper, Van der Heijden et al., 2011 ), but De Cuyper, Mauno et al. (2011 point out that this relationship has been found to be weak overall.
2.2
The role of the psychological contract in retaining highly employable employees Coyle-Shapiro and Neuman (2004) and Rousseau (2001) maintain that employability management implies a new mutual psychological contract; a responsibility that Van der Heijden and Bakker (2011) ascribe to both employees and employers. Employees regard employability as a promise by the employer (Craig, Kimberly & Bouchikhi, 2002; Waterman, Waterman & Collard, 1994) . A promise made by the employer is generally referred to as the content of the psychological contract (CIPD, 2006; Rousseau, 1995) . Therefore, employees perceive it as a fulfilment of the psychological contract if employability is enhanced by the employer and, in turn, they will be loyal to the organisation (De Cuyper, Van der Heijden et al., 2011) . According to the Social Exchange Theory (SET), individuals will establish and maintain a relationship, if they perceive this relationship to be mutually beneficial. Individuals therefore enter into a relationship where they expect benefits to be exchanged irrespective of normative obligations (Zafirovsky, 2005) . Ng and Feldman (2008) found that employees experienced an enhanced desire to stay in an organisation with which they believe they have a contract that cannot be replicated in another organisation. De Cuyper, conclude that the interaction between perceived employability and psychological contract entitlements is significant for job and life satisfaction in the event of few entitlements. They did not find the interaction effect to be significant for turnover intention. This study focuses on the state of the psychological contract and expands the concept of psychological contract content. The state of the psychological contract has broadened the psychological contract construct to include the core elements (trust and fairness) of the traditional employment relationship and focuses less on the promises made and more on delivery (Guest & Conway, 2004) . Studies focusing on the evaluation of the state of the psychological contract contribute to explanatory research rather than descriptive research enabling researchers to predict certain variables related to employees' attitudes, behaviour and well-being (Gracia, Silla, Peiró & Fortes-Ferreira, 2007) .
Study objective and hypotheses
The objective of this paper was to investigate the relationship between the state of the psychological contract (as perceived by the employee), perceived employability, employee well-being and intention to leave; and to determine whether the psychological contract (as perceived by the employee) and perceived employability interact in such a way that perceived employability relates positively to employee well-being and negatively to intention to leave under the conditions of fulfilment, trust and fairness among employees.
The following hypotheses were set for this study, based on the discussion above:
Hypothesis 1a: There is a positive relationship between perceived employability and employee well-being.
Hypothesis 1b: There is a positive relationship between perceived employability and intention to leave.
Hypothesis 2a: State of the psychological contract moderates the relationship between the perceived employability and employee well-being.
Hypothesis 2b: State of the psychological contract moderates the relationship between the perceived employability and employee's intention to leave.
Method
Research design and participants
This study follows a quantitative, crosssectional research approach. Primary data collection was performed and data was analysed by means of a correlational approach. A convenience sample of respondents was used (N = 246). The majority of the respondents were male (n = 151; 61 per cent). Forty four percent (n = 108) of the respondents had a higher educational background (i.e. education beyond secondary school level) and 37 per cent (n = 91) were in possession of Grade 12 certificates (i.e. education at secondary school level). Most participants were employed on permanent contracts (n = 229; 93 per cent). The mean age of the participants was 39 years (SD = 10.54) and their mean organisational tenure was eight years (SD = 9.04). The participants ranged from entry-level employees to top management. Tabachnick and Fidell (2013) state that a sample size of between 200 and 300 can be perceived as "fair" for structural equation modelling.
The data for the study was obtained through a combination of multi-stage non-probability sampling techniques, namely convenience and snowball sampling. During the first stage participants who were easiest to reach were asked to complete the questionnaire. Participants were then asked to identify other relevant members of the working population who were able to participate in the study (Olckers, Buys & Grobler, 2010; Welman, Kruger & Mitchell, 2005) . The method was repeated until a representative sample of participants had completed the questionnaire. The convenience sample consisted of 66 per cent (n = 163) respondents from a cable manufacturing organisation and the snowball sample consisted of 34 per cent (n = 83) respondents from various industries in the province of Gauteng in South Africa. These employees represented the automotive, engineering, education, finance, media, metals and mining, nursing, police and retail industries.
Measuring instruments
Three measure of the PSYCONES questionnaire were used to evaluate the state of the psychological contract, employee well-being and intention to leave. The psychological contract measure was developed for the purpose of the PSYCONES project (De Cuyper, Van Der Heijden & De Witte, 2011) , based on factor analyses of earlier instruments (Isaksson et al., 2003) . The assumption of tau equivalence (required for alpha coefficients) is violated when latent variables scores are calculated, therefore reliabilities (ω) for the scales were computed by means of composite (omega) reliabilities (Raykov, 2009; Wang & Wang, 2012) . According to the 0.70 guideline of Wang and Wang (2012) , all the constructs were reliable.
Psychological contract
To determine whether employees had a positive perception of their psychological contract, three aspects of the psychological contract were evaluated: content (employer and employee obligations), perceived fulfillment and the state of the psychological contract. Regarding employer obligations, three dimensions are covered by the scale, namely transactional aspects, career prospects and opportunity to influence decision-making. Linde and Schalk (2008) established that these three dimensions can be grouped into one factor through exploratory factor analysis. Employer obligations were measured by means of 15 items (e.g. "Has your organisation promised or made a commitment to provide you with interesting work"). The items are scored on a six-point Likert-type scale ranging from 0 = "No" to 5 = "Yes, and promise fully kept". The omega reliability for the scale was acceptable (ω = 0.93).
Employee obligations (one dimension) were measured using 16 items (e.g. "Have you promised or committed yourself to show loyalty to the organisation"). The items are scored on a six-point Likert-type scale ranging from 0 = "No" to 5 = "Yes, and promise fully kept". The omega reliability for the scale was acceptable (ω =0.86). Referring to both employer obligations and employee obligations, "No" (0) and "Yes" (1-5) refer to the measurement of the content of the psychological contract. The scale from 1-5 refers to the fulfilment of the psychological contract, after the content of the psychological contract has been established. In this paper we refer to the state of the psychological contract, which includes the fulfilment and state of the psychological contract. Therefore, the items which refer to an exclusion of the contents ("No") were not included in the statistical analyses. The items that were used to measure the state of the psychological contract were based on the trust in management and justice. State of the psychological contract was evaluated using seven items (e.g. "Do you feel you are fairly paid for the work you do"). The items are scored on a five-point Likert-type scale ranging from 1 = "not at all" to 5 = "totally". The omega reliability for the scale was acceptable (ω = 0.91).
Intention to leave
Intention to leave was measured using four items (e.g. "These days, I often feel like quitting"). The items are scored on a five-point Likert-type scale ranging from 1 = "strongly disagree" to 5 = "strongly agree". The omega reliability for the scale was acceptable (ω = 0.72).
Employee well-being
Employee well-being was measured on five scales: job satisfaction, satisfaction with life, mood (positive and negative affective wellbeing), positive work-home interference, and irritation. Job satisfaction was measured using four items (e.g. "I find enjoyment in my work"). The items are scored on a five-point Likert-type scale ranging from 1 = "strongly disagree" to 5 = "strongly agree". The omega reliability for the scale was acceptable (ω = 0.76). Satisfaction with life is measured using six items (e.g. "How satisfied do you currently feel about your life in general"). The items are scored on a seven-point Likert-type scale ranging from 1 = "very dissatisfied" to 7 = "very satisfied". The omega reliability for the scale was acceptable (ω =0.84).
For affective well-being, two dimensions are covered by the scale, namely work-related depression and work-related anxiety. Affective well-being was measured using 10 items ("In the past few weeks, how often have you felt uneasy regarding your work"). The items are scored on a five-point frequency-rating scale ranging from 1 = "rarely or never" to 5 = "very often or always". The omega reliability for the scales was 0.83 for positive affect and 0.80 for negative affect). Positive work-home interference was measured using three items (e.g. "How often does it happen that you manage your time at home more efficiently as a result of the way you do your job"). The items are scored on a five-point frequency-rating scale ranging from 1 = "rarely or never" to 5 = "very often or always". The omega reliability for the scale was acceptable (ω = 0.81). Irritation was measured using eight items (e.g. "I get angry quickly"). The items are scored on a five-point frequency-rating scale ranging from 1 = "strongly disagree" to 5 = "strongly agree". The omega reliability for the scale was acceptable (ω = 0.86).
Perceived employability
Perceived employability was measured using four items developed by De Witte (1992). It has been applied successfully in different employment settings and countries (Guest et al., 2010) . Respondents rate their agreement with the following items: "I am optimistic that I would find another job, if I looked for one", "I will easily find another job if I lose this job", "I could easily switch to another employer, if I wanted to", and "I am confident that I could quickly get a similar job". All the items are rated on a five-point frequency-rating scale ranging from 1 = "strongly disagree" to 5 ="strongly agree". The omega reliability for the scale was acceptable (ω = 0.85).
Statistical analysis
To investigate the current research Mplus 7.2 (Muthén & Muthén, 1998 was used. Mplus has the ability to implement the maximum likelihood robust version (MLR) in latent variable modelling which is robust against non-normality of data (presents more accurate standard errors). The level for statistical significance was set at the 95 percent level (p≤0.05). Pearson product-moment correlation coefficients were used to specify the relationships between the variables. Effect sizes were used to determine the practical significance of the results (Steyn, 2002) . Cutoff points of r≥0.30 (medium effect) and r≥0.50 (large effect) were set for determining the practical significance of the correlation coefficients (Cohen, 1977 (Hair, Black, Babin & Andersen, 2010) . To investigate the potential interaction effect of employability and state of the psychological contract on wellbeing and intention to leave, the XWITH function was used in Mplus to create the moderating variables; and well-being and intention to leave was then regressed on this interaction term. Furthermore, to investigate the indirect effect of well-being between employability and intention to leave and between state of the psychological contract and intention to leave, bootstrapping was used with a request for 5000 resampling draws.
Results
Measurement model
An initial model, which used all of the observed indicators to estimate a second-order latent variable for well-being in an overall measurement model, did not fit the data well. Therefore, a second model with the well-being construct was estimated using parcels of its theoretical constructs, i.e. job satisfaction, irritation, positive home-work interference, satisfaction with life and affect (positive and negative affect). Positive and negative affect had to be split from a general parcel as parcelling can only be accurately used if one is sure of the unidimensionality of the items. If they were clustered together this would violate that assumption. This was done similarly for the employee and employer obligation constructs. All reversed items were reversed coded to ensure accuracy of the parcels. 
Structural model
Correlations between the constructs are reported in Table 1 . The structural model, as depicted in Figure 1 , evaluated the hypothesised regressions and whether the state of the psychological contract moderated the relationship between perceived employability and employee well-being and intention to leave, respectively. The hypothesised model, as depicted in Figure 1 , provided an adequate fit to the data, SRMR = 0.06, RMSEA = 0.05, CFI = 0.92, and TLI = 0.92. The first hypothesis was concerned with possible principal effects of perceived employability. The moderation model indicated that contrary to Hypothesis 1a, perceived employability did not help to predict employee wellbeing (β = -0.01, p>0.05), rejecting the hypothesis. Perceived employability was found to significantly predict intention to leave (β = 0.24, p<0.001) consistent with Hypothesis 1b. Finally, the interaction term between perceived employability and the state of the psychological contract did not significantly predict employee well-being (β = 0.01, p>0.05) or intention to leave (β = -0.12, p>0.05). Hypotheses 2a and 2b were not supported. The indirect effect of the state of the psychological contract was evaluated using bootstrapping to construct two-sided bias-corrected 95 per cent confidence intervals (CIs). Regarding the indirect effects, the 95 per cent CIs for intention to leave did not include zero. The state of the psychological contract impacts intention to leave via well-being. A substantial amount of variation in the model is explained by the relationships depicted in the model. The model accounts for 63 per cent of the variance in intention to leave and 46 per cent of the variance in employee well-being, providing more empirical support for the model's fit.
Discussion
Main findings
Various researchers have indicated the need for exploring the consequences of employability for both employees and the organisation Fugate et al., 2004; Wittekind et al., 2010) . Therefore, the aim of this research was to investigate the predictive ability of perceived employability in terms of employee well-being and intention to leave. According to , the conditions under which moderation mechanisms occur should also be explored. The second aim of the research was to determine whether the psychological contract and perceived employability interact in such a way that perceived employability relates positively to employee well-being and negatively to intention to leave under the conditions of fulfilment, trust and fairness amongst employees. The researchers expanded on previous research by evaluating a comprehensive structural equation model which provides simultaneous testing of the complicated relationship between perceived employability, employee well-being and intention to leave as well as the state of the psychological contract.
Contrary to what was expected, structural equation modelling indicated that perceived employability is not significantly related to employee well-being. Silla, De Cuyper, Gracia, Peiró and De Witte (2009) also found that perceived employability was not significantly related to employee well-being (psychological distress and life satisfaction). De Cuyper, Van der Heijden et al. (2011) also concluded that perceived employability is not significantly related to job satisfaction. A possible explanation for this is that employees still rely on "traditional" job security (Silla et al., 2009) , as was confirmed by the statistically significant relationship in the structural model between the state of the psychological contract and employee well-being. The majority of the participants were permanent workers and according to Millward and Brewerton (2000) , permanent employees differ from temporary workers in their view of the psychological contract. De De Witte (2006, 2007) are of the opinion that permanent workers still expect a secure job in return for loyalty whereas job insecurity is the norm for temporary workers. In other words, perceived employability may predict employee wellbeing in the case of "boundaryless careers" (Forrier & Sels, 2003b; Kluytmans & Ott, 1999; Rajan, 1997) , which is more likely to be the reality for temporary employees. The human capital theory postulates that employability may be one way for individuals to improve their attractiveness to potential employers (Berntson et al., 2006) , and may serve as a coping mechanism for temporary employees. However, De Cuyper, Van der Heijden et al. (2011) state that employee wellbeing may depend on conditions that are currently specific to the job and may not be dependent on what employees believe about their future job opportunities or issues related to the career, the labour market or their potential.
Structural equation modelling confirmed the positive relationship between perceived employability and an employee's intention to leave the organisation. Previous studies also found a significant positive relationship (De Cuper, Van der Heijden et al., 2011) . Van Vianen, Feij, Krausz and Taris (2003) describe push and pull as the two motives for leaving an organisation. The results confirmed that perceived employability serves as a pull factor. However, the structural model also indicated that employee well-being is a better predictor of employees' intention to leave than perceived employability. Interventions should focus on improving employees' well-being. This is important in view of the positive influence of well-being on performance and turnover (Page & Vella-Brodrick, 2009 ). One way of achieving this is through various positive psychology interventions (Seligman, Steen, Park & Peterson, 2005) . The findings did not align with Hypothesis 2 either. The state of the psychological contract did not moderate (a) the relationship between perceived employability and employee well-being and (b) the relationship between perceived employability and employees' intention to leave. The inability of the state of the psychological contract to moderate the relationship between perceived employability and employee well-being might be ascribed to the absence of a significant relationship between perceived employability and employee wellbeing, for possible reasons that were explained earlier.
The absence of a moderating effect on the state of the psychological contract between perceived employability and employees' intention to leave suggests that perceived ease of movement will increase employees' intention to leave, regardless of the nature of the relationship between the employer and employee. This conclusion, is too simplistic, however. Results indicated that the psychological contract is an important factor in an employee's intention to leave, and that it operates indirectly through employee well-being. In the current study, the state of the psychological contract significantly predicted employee well-being. This confirms previous findings by both Gracia et al. (2007) and Parzefall and Hakanen (2008) . In turn, in line with previous studies (Page & VellaBrodrick, 2009 ) employee well-being significantly predicted employees' intention to leave. Baruch (2001) stresses that organisations should provide their people with employability but also commitment. He also warns that an exclusive focus on employability might create a lose-win situation where employable (talented) employees will leave the organisation for more attractive alternatives. Kalshoven and Boon (2012) also maintain that HR practices that encourage employee involvement and commitment will improve employee well-being. The current study supports this notion by demonstrating why it is important to ensure the positive evaluation of the psychological contract. Ensuring that employees' psychological contracts are fair, and that organisations continue to fulfill them, is an important mechanism by which human resource departments improve employee well-being in order to retain employees. Conway and Briner (2009) emphasise the fact that organisations shape employees' psychological contract in three ways: through their human agents, such as managers, who communicate messages to the employees; through policies and practices (especially human resources practices); and through employment contracts. According to Handley, Sturdy, Fincham and Clark (2006) , managers can improve trust by providing recognition, by being sensitive to subordinates' needs and concerns and by creating effective communication channels. Special attention should be paid to the way managers communicate messages as well as to the content of these messages.
Limitations and recommendations
Several limitations of this study should be taken into account when the current results are interpreted. Possibly the most limiting factor in this study was the cross-sectional design; by implication no causal inferences may be drawn. Self-report surveys from employees were the only source of information about predictor and outcome variables. Common method variance in which correlations between predictors and outcome variables are inflated is a likely consequence when only one source is used to obtain data (Podsakoff, MacKenzie, Lee & Podsakoff, 2003) . In this study, employees' perception regarding concepts like state of the psychological contract, employee well-being and intention to leave were evaluated and therefore self-reports are deemed appropriate for measuring these concepts (Rousseau, 1995; Freese & Schalk, 2008) . As a result of the relatively small sample size, the geographic restriction of the study population and the sampling procedure, there are possible limitations to the generalisability of the findings. However, the aim of the study was to establish relationships between the variables under study and not to generalise findings.
Demographic variables were not included as control variables in the regression analysis. This presents a serious limitation, as other dispositional factors may relate to employee well-being and intention to leave, such as level of education or income, age or race. The majority of participants in the sample have not obtained a post-school qualification. Berntson et al. (2006) found a positive relationship between educational level and perceived employability and because the majority of the participants were not highly employable according to objective standards, the relationships may appear weaker and/or not significant. The variance explained by perceived employability was quite low for intention to leave. The study measured perceived employability and intention to leave by means of a small number of items. According to Silla et al. (2009) , this may restrict the sample variation, with the result that a small percentage of variance is explained. A promising route for future research would be to explore the role of employability as a moderator. Researchers have begun to investigate the role of perceived employability as moderator between job stressors and wellbeing (Büssing, 1999; Mohr, 2000; Silla et al., 2009) . In view of the positive relationship between perceived employability and intention to leave, future studies should investigate other factors that may moderate the relationship. De Cuyper, concluded the relationship between perceived employability and intention to leave is indirect and that it is important to investigate further moderators and/or mediators. The hypothesised relationships may also be different in a sample of temporary workers, owing to differences in psychological contracts as discussed above. Job insecuritywhich is believed to be an integral part of temporary employment -suggests that perceived employability may be more important for these individuals and for their well-being (De Cuyper, Notelaers & De Witte, 2009; De Cuyper, De Witte, Kinnunen & Nätti, 2010) .
Future research could focus on examining the relationship between the variables in a sample of temporary workers, with permanent employees as a reference group. Contract preferences are reported to be an even more important predictor of employees' reactions than contract type (Connelly & Gallagher, 2004; Isaksson & Bellagh, 2002) . According to Kinnunen, Mäkikangas, Mauno, Siponen & Nätti (2011) , contract preferences refer to whether an employee's temporary employment is voluntary or involuntary. They also believe that employees occupying temporary positions involuntarily want to be employed permanently by an organisation and therefore their psychological contract may be similar to those of permanent employees . Future research could investigate the model proposed in this study by taking into account contract type (permanent or temporary) and preferences (voluntary or involuntary) when comparing groups.
